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FAIR LABOR ASSOCIATION  
INDEPENDENT EXTERNAL MONITORING REPORT   
 
For an explanation on how to read this report, please visit the FLA website here. 
FLA Comment: In situations where a FLA-affiliated Company is no longer sourcing from a factory that has 
received an Independent External Monitoring visit, the Company shall submit information on (a) the reason 
for exiting; (b) the status of compliance and summary of efforts to remediate noncompliances in the factory; 
and (c) plans to follow up on critical issues. The FLA-affiliated Company in this case has submitted the 
following information, which has not been verified by the FLA: 
Company Comment: In following up behind the FLA audit in February 2009, we found the factory to be 
unreceptive in remediating identified issues. Their big concern is that they are not responsible for fully 
ensuring that benefits and working conditions are their responsibility Because of this response, we have 
decided that we cannot remediate the issues identified in a productive manner. Therefore, this factory will be 
removed as an active supplier as soon as is practical. 
 
COMPANY: VF Corporation 
COUNTRY: Colombia 
FACTORY CODE: 340016794G 
MONITOR: ALGI 
AUDIT DATE: July 1 – 3, 2008 
PRODUCTS: Knit Products 
PROCESSES: Cutting, Sewing, Stamping, 
Packing, Shipping 
NUMBER OF WORKERS: 312 
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Wages, Benefits and Overtime Compensation: Holidays, Leave, Legal Benefits and Bonuses  
 
WBOT.5 Employers shall provide all legally mandated holidays, leave, benefits and bonuses, such as 
official holidays, annual leave, sick leave, severance payments and 13th month payments, to all 
eligible workers within legally defined time periods. In addition, all leave and bonuses shall be 
calculated correctly. (S)  
 Noncompliance 
 
Explanation: 1. Employees are not paid the following legally-mandated benefits, as required by 
Colombian law: annual leave; retirement bonus; 13th month bonus; holidays; work 
clothes and shoes (which are to be provided 3 times a year); and a fixed monthly 
transportation bonus.  
2. Temporary employees are not affiliated to Social Security System. Management 
stated that this situation was determined by the system applied by the factory. Factory 
subcontracts labor force from a cooperative (production section) and private company 
(stamping section) using a system called “Flexa,” where supervisors are those who 
negotiate piece rate prices with factory. These supervisors are, at the same time, 
employers and partners of the workers in their sections. Also, employees' salaries 
depend on pieces produced, regardless of their hours worked. This is due to the way 
this system works; a wide variety of illegal discounts are made from employees’ 
salaries, a violation of Colombian Labor Laws and FLA Benchmarks.  
Sources: record review; management and worker interviews 
Legal References: Titles VII, IX, Chapters I, II, III, IV, Articles 172, 177, 179, 186, 230, 260, 
306 and Article 20 Law 100 1993 - Article 10 Law 1122 2007, Colombian Labor Code: 
Employers shall provide legally mandated holidays, annual leave, retirement bonus and 
13th month payment. Percentages applied to employer and employee for Social 
Security System and Retirement provision. 
Plan Of 
Action: 
Facility should ensure that all compensation is in compliance with various labor laws 
and FLA Benchmarks. Further, facility should clarify Cooperative Labor Code as it relates 
to 1) employment of these workers and 2) payment of various forms of compensation. 
If [Personnel Firm name] is direct employer, then management should require them to 
ensure social security benefits are extended to all workers at [Factory name]. 
Deadline 
Date:  
10/01/2008 
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Action 
Taken: 
 
February 1, 2009 VF Internal Follow-up Audit: Reviewed documents showing that Social 
Security payments have been made for all personnel, including temporary workers. VF 
internal communication with factory management continues to encourage factory to 
remedy the remaining benefit issues. 
October 2008: Facility provided a detailed legal brief explaining Cooperative. Document 
submitted to FLA for further review. This brief stated: “The cooperative is legally 
responsible, [Personnel Firm name]. This entity fulfills all the Columbian Benchmarks 
and Labor Force Policies. This entity is responsible for hiring all of the personnel.” 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation: Accurate Length of Service Calculation  
 
WBOT.18 All workers shall be credited with all time worked for an employer for purposes of 
calculating length of service to determine the benefits to which workers are entitled. (S)  
 Noncompliance 
 
Explanation: [Factory name] owes settlements to employees who worked for company until October 
2006, when factory declared itself bankrupt. Although settlements were calculated 
according to law, only approximately 15% of the money was paid to employees.  
Sources: record review; worker and management interviews 
Legal Reference: Title VIII, Chapter VII, Article 249, Colombian Labor Laws: Every 
employer shall pay to their employees, at the end of labor contract, 1 month’s wage per 
year worked and proportionally per month. 
Plan Of 
Action: 
Facility must hurry to settle court litigation and pay severance to those employees 
affected. 
Deadline 
Date:  
06/01/2009 
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Action 
Taken: 
 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation: Minimum Wage  
 
WBOT.2 Employers shall pay workers at least the legal minimum wage or the prevailing industry wage, 
whichever is higher. (S) 
 Noncompliance 
 
Explanation: Legal minimum wage is not guaranteed for all employees. Despite that, on occasion, 
during peak production months, employees have earned up to 1 month’s minimum 
wage a week, this year there have been several low production months. In these low 
months, employees have not even earned a month’s legal minimum wage (mostly 15% 
or 20% of it). Factory subcontracts labor force from cooperative (production section) 
and private company (stamping section) using system called “Flexa,” where supervisors 
are those who negotiate piece rate prices with factory. These supervisors are, at the 
same time, employers and partners of the workers in their sections. Employees' salaries 
depend on pieces produced, regardless of their hours worked. This is due to the way 
this system works; a wide variety of illegal discounts are made from employees’ 
salaries, a violation of Colombian Labor Laws and FLA Benchmarks.  
Sources: record review; worker and management interviews 
Legal Reference: Title V, Chapter II, Article 145 Colombian Labor Code: Every worker has 
the right to receive at least the legal minimum wage. 
Plan Of 
Action: 
Factory management should ensure that legal minimum wage is guaranteed as a base 
for wage calculation, regardless if there is a piece rate system. 
Deadline 
Date:  
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Action 
Taken: 
 
This issue is pending further review. VF internal communication with factory 
management continues to encourage that factory management should ensure all 
workers are guaranteed the minimum wage in accordance with Colombian Labor law. 
October 2008: Facility responded with clarification of Cooperative; narrative explains 
minimum wage determination for workers and their employment with Cooperative. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation: Timely Payment of Wages  
 
WBOT.4 All wages, including overtime compensation shall be paid within legally defined time limits. 
When no time limits are defined by law, compensation shall be paid at least once a month. (S)  
 Noncompliance 
 
Explanation: Factory owes employees payment for last 3 pay periods in 2008: June 2 – 8; June 9 – 15; 
June 16 – 22.  
Sources: record review; worker and management interviews 
Legal Reference: Title V, Chapter I, Article 134, Colombian Labor Code: Daily wages 
must be paid a maximum of every week. 
Plan Of 
Action: 
Factory management will ensure workers are consistently paid wages on time. 
Deadline 
Date:  
10/01/2008 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: VF internal audit verified factory is 
current with all payroll payments. 
October 2008: Facility has responded that they are current with all payments. 
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Plan 
Complete: 
Plan 
Complete 
Date:  
10/19/2008 
 
 
 
Wages, Benefits and Overtime Compensation: Payment for All Hours Worked  
 
WBOT.7 Workers shall be paid for all hours worked in a workweek. Calculation of hours worked must 
include all time that the employer allows or requires the worker to work. (S)  
 Noncompliance 
 
Explanation: Workers in piece rate system were not paid proportional premium OT when working 
after regular hours.  
Legal References: Title VI, Chapter I, Article 168, Colombian Labor Code: Hours of night 
time work must be paid with additional 35%; day time overtime must be paid with extra 
25%; night time overtime must be paid with additional 75% over regular wage. Title I, 
Chapter I, Article 22, Colombian Labor Law: By a Labor Contract, a person obligates 
themselves to render a service to another person or company under subordination and 
receiving a wage. 
Source: document review; record review; interviews with workers and management 
Plan Of 
Action: 
Factory should ensure all workers provided legally mandated compensation. Further 
clarification is needed on relationship between Cooperative and contracted workforce. 
Deadline 
Date:  
 
Action 
Taken: 
October 2008: Facility has responded that it is in compliance with OT compensation. 
Additionally, this item was discussed in the legal response provided by the facility. 
Plan 
Complete: 
 
  
 
 
8 
 
 
Plan 
Complete 
Date:  
 
 
 
Wages, Benefits and Overtime Compensation: Premium/Overtime Compensation  
 
WBOT.10 The factory shall comply with all applicable laws, regulations and procedures governing the 
payment of premium rates for work on holidays, rest days, and overtime. (S) 
 Noncompliance 
 
Explanation: Overtime not paid, nor piece rate increased, for jobs performed after regular shift, at 
night, on Sundays or holidays.  
Sources: record review; workers and management interviews 
Legal Reference:  Title VI, Chapter I, Article 168, Colombian Labor Code: Night time 
work hours must be paid with additional 35%; day overtime performed must be paid 
with extra 25%; night time overtime must be paid an additional 75% over regular wage. 
Plan Of 
Action: 
Factory will compensate workers according to all applicable laws, regulations and 
procedures governing payment of premium rates for holiday, rest day, and OT work. 
Deadline 
Date:  
 
Action 
Taken: 
October 2008: Facility has responded that it is in compliance with all compensation 
issues. Additionally, this item was discussed in the legal response provided by the 
facility. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: Overtime Compensation for Piece Rates and 
Other Incentive Schemes  
 
WBOT.12 Employers shall not set production targets, piece rates, or any other incentive or production 
system at such a level that payment for OT work is less than premium pay required by law. (S) 
 Noncompliance 
 
Explanation: Overtime hours not paid, nor piece rate increased, for job performed after regular shift, 
at night, on Sundays or holidays. Factory subcontracts labor force from cooperative 
(production section) and private company (stamping section), using system called 
“Flexa,” where supervisors are those who negotiate piece rate prices with factory. 
These supervisors are, at the same time, employers and partners of the workers in their 
sections. In addition, employees' salaries depend on pieces produced, regardless of 
their hours worked. This is due to the way this system works; a wide variety of illegal 
discounts are made from employees’ salaries, a violation of Colombian Labor Laws and 
FLA Benchmarks.  
Legal Reference: Title VI, Chapter I, Article 168, Colombian Labor Code: Night time work 
hours must be paid an additional 35%; day time overtime must be paid an extra 25%; 
night time overtime must be paid an additional 75% over regular wage. 
Plan Of 
Action: 
Facility should ensure that all compensation is in compliance with Colombian labor law. 
Deadline 
Date:  
 
Action 
Taken: 
October 2008: Facility has responded that it is in compliance with all compensation 
issues. Additionally, this item was discussed in the legal response provided by the 
facility. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: Voluntary Wage Deductions  
 
WBOT.14 Voluntary wage deductions for savings clubs, loan payments, etc., can only be made with 
the express and written consent of workers and shall be documented in employee files. All such 
voluntary deductions shall be credited to proper accounts and funds shall not be held illegally or 
inappropriately by employers. (S)  
 Noncompliance 
 
Explanation: Discounts are made to employees for the lease of machinery, as well as for the lease of 
each square meter they occupy in the facility, electricity, water, toilet paper, soap, 
security guards, paper, administration and mechanic. As per system used in factory, a 
high percentage of money earned by employees according to piece rates is discounted 
for lease of machinery as well as for lease of each square meter they occupy in facility, 
electricity, water, toilet paper, soap, security guards, paper, administration and 
mechanic. In addition, they have to pay for social security and other legally-mandated 
benefits that should be paid by employer. Factory subcontracts labor force from a 
cooperative (production section) and private company (stamping section), using system 
called “Flexa,” where supervisors are those who negotiate piece rate prices with 
factory. These supervisors are, at the same time, employers and partners of workers in 
their sections. In addition, employees' salaries depend on pieces produced, regardless 
of their hours worked. This is due to the way this system works; a wide variety of illegal 
discounts are made from employees’ salaries, a violation of Colombian Labor Laws and 
FLA Benchmarks.  
Sources: record review; workers and management interviews  
Legal Reference: Title V, Chapter III, Article 149 Colombian Labor Code: It is absolutely 
forbidden to discount for services, damages, loans, lease of machinery and facility 
without written consent of workers. 
Plan Of 
Action: 
Regardless of the implementation of a Flexa system, factory management must not 
make any deductions that are not within local labor law. If [Personnel Firm name] is the 
direct employer, management should require them to ensure workers are not deducted 
anything outside of what is required by local labor law from their wages. 
Deadline 
Date:  
10/01/2008 
Action 
Taken: 
October 2008: Facility responded with further explanation of Cooperative, pending 
further review by the FLA.  
March 24, 2009: Factory management responded that [Personnel Firm name] ensures 
no deductions “other than those provided by our labor laws.” 
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Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation: Pay Statement  
 
WBOT.26 Employers shall provide workers a pay statement each pay period, which shall show earned 
wages, wage calculations, regular and overtime pay, bonuses, all deductions and final total wage. (P) 
 Noncompliance 
 
Explanation: Pay statements delivered to employees do not show information about total earned 
production wage, hours worked, wage calculations and all deductions made (use of 
machinery, electricity, security guards, paper, administration, etc.).  
Source: record review 
Plan Of 
Action: 
Facility should provide pay statements to employees that show the total earned 
production wages, hours worked, wage calculations and deductions. 
Deadline 
Date:  
 
Action 
Taken: 
February 10, 2009 VF Internal Follow-up Audit: Confirmed changes in payroll 
statements. 
October 2008: Pay statements have been modified, pictures provided to document 
changes. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/24/2008 
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Forced Labor: Forced Overtime  
 
F.14 The imposition of mandatory overtime beyond the limits set by the law, a freely negotiated 
collective bargaining agreement, and/or the FLA Code, in an environment where a worker is unable to 
leave the work premises, constitutes forced labor. (S) 
 Noncompliance 
 
Explanation: Employees are not free to leave factory after normal work hours during high production 
seasons; they have to stay on to work OT if needed. Employees have to stay at factory 
for extended work hours due to 1) difficulties in getting trained workers in the city and 
2) in some cases, the lack of planning of both clients and management.  
Sources: workers and management interviews 
Plan Of 
Action: 
Factory should cease practice of mandatory overtime, even during high production 
seasons. Factory management should create a voluntary OT policy that would include 
the conditions under which workers can exercise their right to not perform OT. Workers 
should be able to freely leave factory premises after regular work hours end. 
Deadline 
Date:  
02/10/2009 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Did not substantiate factories’ response; 
further corrective action is needed to ensure that all OT is voluntary. 
March 24, 2009: Communication from facility management has reiterated that all OT is 
voluntary and that they respect the decision of workers not to perform OT. 
October 2008: Facility responded that all OT is voluntary, and that no workers are 
forced to work in excess of the regularly scheduled workweek.  
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Freedom of Association: Other - Freedom of Association and Collective Bargaining  
 Other 
 Noncompliance 
 
Explanation: Facility has not established a written Policy on Freedom of Association (FOA) and 
Collective Bargaining Agreement (CBA). According to management, as most workers 
belong to a cooperative (by law cooperatives are not permitted to have unions, as 
associated workers are considered owners), no information on this subject is given to 
employees. Administrative and control issues are functions of management and the 
General Assembly (with participation of workers). In October 2006, [Factory name] 
declared itself bankrupt; since then, factory changed its organization (subcontracting 
workforce from an external cooperative using “Flexa” system, changing administrative 
personnel and HR Department). Due to this, factory still does not have clear internal 
policies. 
Plan Of 
Action: 
Factory management to create FOA policy and procedures that: a) recognize and 
respect the right of employees to FOA and collective bargaining; b) ensure employees 
will not be subjected to intimidation or harassment in exercising their right to join or 
not join any organization; c) define disciplinary process, should any violation to this 
policy occur; d) assign someone responsible for policy implementation and 
enforcement; and e) include communication protocols describing when and how policy 
will be communicated to relevant parties. 
Deadline 
Date:  
02/10/2009 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Confirmed a policy was established on 
FOA; procedures are pending for implementation. 
October 2008: Factory has responded that they have established written policy on FOA. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Harassment or Abuse: Other - Harassment or Abuse  
 Other 
 Noncompliance 
 
Explanation: Facility has not established a written policy on Harassment and Abuse. On October 
2006, [Factory name] declared itself bankrupt; since then, factory changed the way it 
functions (subcontracting labor force from an external cooperative, using the “Flexa” 
system, changing administrative personnel and HR Department). Due to this situation, 
factory still does not have clear internal policies.  
Source: management interviews  
Plan Of 
Action: 
Factory management to create Harassment & Abuse policy and procedures that: a) 
describe a commitment that every employee shall be treated with respect and dignity; 
b) describe that no person will be subject to any physical, sexual, psychological or 
verbal harassment or abuse; and c) define disciplinary process should any violation to 
this policy occur. Management to create procedures that: a) describe how facility shall 
maintain an escalating disciplinary policy (verbal warning, written warning, termination) 
that clearly defines conditions under which an employee may be reprimanded; b) 
describe how employees are informed as to why disciplinary action is being taken, what 
type of action is taken, and how they are informed of their rights to appeal; c) describe 
how each type of disciplinary method gets executed; and d) create an appeal process 
where an employee can challenge disciplinary decisions and how factory investigates 
and reaches conclusions on appealed cases. 
Deadline 
Date:  
02/10/2009 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Did not corroborate factory’s response. 
VF communicated to facility the importance of establishing a written policy on 
Harassment and Abuse. 
March 24, 2009: Factory has confirmed that they have established an “internal policy 
against abuse which shall provide for strict controls on the employees/supervisors/ 
coordinators who abuse their status as chiefs and ensure the rights of workers.” 
October 2008: Factory has responded that they have established an internal policy 
against abuse and harassment in the workplace.  
Plan 
Complete: 
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Plan 
Complete 
Date:  
 
 
 
 
Non-Discrimination: Other - Non-Discrimination  
 Other 
 Noncompliance 
 
Explanation: Facility has not established written Policy on Non-Discrimination. On October 2006, 
[Factory name] declared itself bankrupt; since then, factory changed its organization 
(subcontracting labor force from an external cooperative, using the “Flexa” system, 
changing administrative personnel and HR Department). Due to this, factory still does 
not have clear internal policies.  
Sources: record review, management interviews 
Plan Of 
Action: 
Factory management to create Non-Discrimination policy and procedures that: a) 
describe a commitment that no person shall be subject to any discrimination in 
employment, including hiring, salary, benefits, advancement, discipline, termination or 
retirement, on basis of gender, race, religion, age, disability, sexual orientation, 
nationality, political opinion, or social or ethnic origin; and b) define disciplinary process 
should any violation to this policy occur. Management to create procedures that: a) 
describe how facility shall maintain an escalating disciplinary policy (verbal warning, 
written warning, termination) which clearly defines conditions under which employee 
may be reprimanded; b) describe how employees are informed as to why disciplinary 
action is being taken, what type of action is taken and how they are informed of their 
rights to appeal; c) describe how each type of disciplinary method gets executed; and 4) 
create an appeal process where an employee can challenge disciplinary decisions and 
how the factory investigates and reaches conclusions on appealed cases. Management 
will also require: a) all hiring documents, such as an employment application or contract 
to include statement affirming applicant's understanding of facility's anti-discrimination 
policy, which will be signed by each applicant. Copies are maintained in the employee's 
personnel file; b) obtain signed statements from all managers, supervisors, and other 
relevant employees responsible for hiring process, affirming their understanding of our 
anti-discrimination policies; c) train all relevant individuals, including all individuals 
responsible for supervision of workers and hiring process, on our policies and 
procedures prohibiting all forms of discrimination; and d) explicitly prohibit mandatory 
pregnancy testing as a condition of employment or continued employment. 
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Deadline 
Date:  
 
02/10/2009 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Did not confirm factory’s response; 
factory encouraged to create discrimination policy as stated in plan of action. 
March 24, 2009: Factory responded that they have “established an internal policy 
against discrimination in all its forms, creating mechanisms to punish those who breach 
those parameters.” 
October 2008: Facility has established internal policy against discrimination in all forms.  
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Code Awareness: 
 
GEN.1 Establish and articulate clear, written workplace standards. Formally convey those standards to 
Company factories as well as to licensees, contractors and suppliers.  
 Noncompliance 
 
Explanation: Subcontractors have not been informed by company about VF Code of Conduct (COC). 
Source: management interviews 
Plan Of 
Action: 
Facility will provide training and post VF COC in a visible location. 
Deadline 
Date:  
 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Confirmed factory’s response. 
October 2008: Facility responded with verification of trainings and posting of code. 
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Plan 
Complete: 
Plan 
Complete 
Date:  
10/19/2008 
 
 
Code Awareness: 
 
 
GEN.2 Ensure that all Company factories as well as contractors and suppliers inform their employees 
about the workplace standards orally and through the posting of standards in a prominent place (in 
the local languages spoken by employees and managers) and undertake other efforts to educate 
employees about the standards on a regular basis. 
 Noncompliance 
 
Explanation: Most employees are not informed by factory during hiring process or on an ongoing 
basis about Participating Company COC.  
Sources: worker and management interviews  
Plan Of 
Action: 
Facility will provide Code awareness training and implement training procedures for 
new hires. 
Deadline 
Date:  
02/10/2009 
Action 
Taken: 
February 10, 2009 VF Internal Follow-up Audit: Confirmed that trainings have occurred 
and that COC posted in facility. Facility has not responded with procedure for new hires. 
October 2008: Current employees received code training. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Code Awareness: 
 
 
GEN.3 Develop a secure communications channel, in a manner appropriate to the culture and 
situation, to enable Company employees and employees of contractors and suppliers to report to the 
Company on noncompliance with the workplace standards, with security that they shall not be 
punished or prejudiced for doing so. 
 Noncompliance 
 
Explanation: Participating company has not provided an anonymous complaint mechanism which 
allows workers to contact them.  
Sources: visual observation, worker interviews 
Plan Of 
Action: 
Facility is encouraged to establish both effective and confidential communication 
channels as follows:  
1. Create open door policy so that an employee can pursue concerns to a higher level 
without being subjected to retaliation.  
2. Establish suggestion box mechanism to enable employees to communicate concerns 
in a confidential manner. Provide a process for tracking suggestions and publicly posting 
factory's responses.  
Depending upon the effectiveness of these 2 steps, it might be necessary to create a 
Communication Committee where ideas from the floor can be reviewed by 
departmental representatives and passed along to factory management. VF will 
monitor the effectiveness of the process and review worker suggestions. 
Deadline 
Date:  
02/10/2009 
Action 
Taken: 
VF internal audit to ensure that process is effective and confidential. 
Facility has an installed a suggestion box and provided pictures of same. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Miscellaneous: Illegal Subcontracting  
 MISC.1 Illegal Subcontracting 
 Noncompliance 
 
Explanation: 1. Conditions of work for employees hired through subcontractors do not comply with 
Colombian Labor Laws and FLA Code of Conduct.  
2. Factory does not have someone overseeing subcontractor’s compliance with COC. 
Sources: record review; worker and management interviews  
Plan Of 
Action: 
1. Issue addressed in previous responses.  
2. Facility should ensure they have personnel overseeing the COC for subcontractors. 
Deadline 
Date:  
 
Action 
Taken: 
February 10, 2009 VF Internal Follow-up Audit: Confirmed factory’s response. 
October 2008: The facility has assigned an individual to oversee the Code and 
applicable laws for all subcontractors 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Health and Safety: Evacuation Requirements and Procedure  
 
H&S.9 All applicable legally required or recommended elements of safe evacuation (such as posting of 
evacuation plans, the installation and maintenance of an employee alarm and emergency lighting 
systems, ensuring aisles/exits are not blocked and that workers are not blocked within their 
workstations, employee education, evacuation procedures, etc.) shall be complied with. Workers shall 
be trained in evacuation procedures. Alarm systems shall be regularly tested and evacuation drills 
shall be undertaken at least annually. (S)  
 Noncompliance 
 
Explanation: Last fire safety evacuation drill was conducted on November 2006.  
Sources: record review; worker and management interviews  
Legal Reference: Title XI, Chapter I, Article 348 Colombian Labor Code: Employers shall 
provide a safe and healthy working environment to assure a safe and healthy workplace 
that does not expose workers to hazardous conditions. 
Plan Of 
Action: 
Facility will conduct annual fire safety drills. 
Deadline 
Date:  
10/01/2008 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Confirmed completion of fire drill and 
documentation. 
October 2008: Annual fire safety evacuation drill occurred October 24. Documents and 
pictures have been provided by facility. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/24/2008 
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Health and Safety: Personal Protective Equipment  
 
H&S.11 Workers shall be provided with effective and all necessary personal protective equipment 
(such as gloves, eye protection, hearing protection, respiratory protection, etc.) to prevent unsafe 
exposure (such as inhalation or contact with solvent vapors, noise, dust, etc.) to health and safety 
hazards, including medical waste. (S) 
 Noncompliance 
 
Explanation: Appropriate PPE is not provided to all employees; in some cases, they have to buy it 
themselves. Factory subcontracts labor force from a cooperative (production section) 
and private company (stamping section), using “Flexa” system, where supervisors are 
those who negotiate piece rate prices with factory. These supervisors are, at the same 
time, employers and partners of the workers in their sections. Also, employees' salaries 
depend on pieces produced. According to management, in this system employees do 
not only earn a higher salary, they also have to pay for all services provided (machinery, 
facility itself, electricity, security guards, water, etc.), as they are the ones using the 
facilities, a violation of Colombian Labor Laws and FLA Benchmarks.  
Sources: record review; visual observation: worker and management interviews  
Legal Reference: Title XI, Chapter I, Article 348 Colombian Labor Code: Employers shall 
provide a safe and healthy working environment to assure a safe and healthy workplace 
that does not expose workers to hazardous conditions. 
Plan Of 
Action: 
PPE will be available to all workers and provided to them at no cost. 
Deadline 
Date:  
 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Did not substantiate that the items are 
available at no cost. PPE items are available at the various workstations. 
October 2008: Facility responded that PPE is available without cost to workers. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/23/2008 
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Health and Safety: Use of Personal Protective Equipment  
 
H&S.12 Workers shall not incur any costs related to the normal and regular provision and 
maintenance of personal protective equipment. (P) 
 Noncompliance 
 
Explanation: Some employees buy their own PPE (dust masks). Factory subcontracts labor force from 
a cooperative (production section) and private company (stamping section), using a 
system called “Flexa,” where supervisors are those who negotiate piece rate prices with 
factory. These supervisors are, at the same time, employers and partners of workers in 
their sections. Also, employees' salaries depend on pieces produced. According to 
management, in this system employees not only earn a higher salary, they also have to 
pay for all services provided (machinery, facility itself, electricity, security guards, water, 
etc.), as they are the ones using facilities, a violation of Colombian Labor Laws and FLA 
Benchmarks.  
Sources: visual observation; record review; worker and management interviews 
Legal Reference: Title XI, Chapter I, Article 348 Colombian Labor Code: Employers shall 
provide a safe and healthy working environment to assure a safe and healthy workplace 
that does not expose workers to hazardous conditions. 
Plan Of 
Action: 
PPE will be available to all workers, and provided to them at no cost. 
Deadline 
Date:  
 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Did not substantiate factory’s response, 
pending additional response from factory. 
October 2008: Facility responded that PPE is available without cost to workers. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/24/2008 
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Health and Safety: Chemical Management and Training  
 
H&S.13 All chemicals and hazardous substances shall be properly labeled and stored in accordance 
with applicable laws. Labels shall be placed in the local language and the language(s) spoken by 
workers, if different from the local language. Workers shall receive training, appropriate to their job 
responsibilities, concerning the hazards, risks and the safe use of chemicals and other hazardous 
substances. (S) 
 Noncompliance 
 
Explanation: There is no spill response material or secondary containment mechanism in chemical 
warehouse.  
Sources: visual observation  
Legal Reference: Title XI, Chapter I, Article 348, Colombian Labor Code: Employers shall 
provide a safe and healthy working environment to assure a safe and healthy workplace 
that does not expose workers to hazardous conditions. 
Plan Of 
Action: 
Facility will ensure that adequate spill response material and secondary containment 
mechanism are available. 
Deadline 
Date:  
10/01/2008 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Confirmed factory’s response. 
October 2008: Facility provided pictures of spill response and secondary containment 
mechanisms. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/19/2008 
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Health and Safety: Machinery Maintenance and Worker Training  
 
H&S.18 All production machinery, equipment and tools shall be regularly maintained and properly 
guarded. Workers shall receive training in the proper use and safe operation of machinery, equipment 
and tools they use. Employers shall ensure safety instructions are either displayed/posted near all 
machinery or are readily accessible to the workers. (S)  
 Noncompliance 
 
Explanation: Sewing machines running without proper safety needle guards. Factory subcontracts 
labor force with a cooperative (production section) and private company (stamping 
section), using a system called “Flexa,” where supervisors are those who negotiate 
piece rate prices with factory. These supervisors are, at the same time, employers and 
partners of workers in their sections. Also, employees' salaries depend on pieces 
produced. According to management, in this system, employees not only earn a higher 
salary, they also have to pay for all services provided (machinery, facility itself, 
electricity, security guards, water, etc.) as they are the ones using facilities, a violation 
of Colombian Labor Laws and FLA Benchmarks.  
Source: visual observation 
Legal Reference: Title XI, Chapter I, Article 348 Colombian Labor Code: Employers shall 
provide a safe and healthy working environment to assure a safe and healthy workplace 
that does not expose workers to hazardous conditions. 
Plan Of 
Action: 
Facility will ensure all sewing machines have safety needle guards. 
Deadline 
Date:  
10/01/2008 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Confirmed installation of needle guards. 
October 2008: Facility provided pictures of installed safety needle guards. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/19/2008 
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Health and Safety: Drinking Water  
 
H&S.26 Safe and clean drinking water shall be freely available at all times, within reasonable distance 
of the workplace. Drinking water shall be of a reasonable temperature and the means to drink water 
(cups, etc.) must be safe and sanitary and available in an appropriate number. (S)  
 Noncompliance 
 
Explanation: Employees or supervisors have to pay for drinking water. A few supervisors, as 
employers of their “partners,” pay for water for their teams, but in other sections, 
workers have to pay for water individually. Factory subcontracts labor force with a 
cooperative (production section) and private company (stamping section), using a 
system called “Flexa,” where supervisors are those who negotiate piece rate prices with 
factory. These supervisors are, at the same time, employers and partners of workers in 
their sections. Also, employees' salaries depend on pieces produced. According to 
management, in this system, employees not only earn a higher salary, they also have to 
pay for all services provided (machinery, facility itself, electricity, security guards, water, 
etc.) as they are the ones using facilities, a violation of Colombian Labor Laws and FLA 
Benchmarks.  
Source: record review; worker and management interviews 
Legal Reference: Title XI, Chapter I, Article 348 Colombian Labor Code: Employers shall 
provide a safe and healthy working environment to assure a safe and healthy workplace 
that does not expose workers to hazardous conditions. 
Plan Of 
Action: 
Facility must cease the practice of charging for these items. 
Deadline 
Date:  
 
Action 
Taken: 
October 2008: Facility responded that these items are available at no cost to the 
workers. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/19/2008 
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Hours of Work: Rest Day  
 
HOW.2 Workers shall be entitled to at least one day off in every seven-day period. If workers must 
work on a rest day, an alternative day off must be provided within that same seven-day period or 
immediately following the seven-day period. (P) 
 Uncorroborated Evidence of Noncompliance 
 
Explanation: Employees said they sometimes have to work on Sundays or holidays, mostly during 
peak production months. (No specific information regarding this subject was obtained, 
as time records are destroyed at the end of the week and pay stubs do not contain 
information on Sundays or holidays worked, as employees work on piece rate basis.) 
Factory subcontracts labor force with a cooperative (production section) and private 
company (stamping section), using a system called “Flexa,” where supervisors are those 
who negotiate piece rate prices with factory. These supervisors are, at the same time, 
employers and partners of workers in their sections. In addition, employees' salaries 
depend on pieces produced, regardless of the time they stay in factory. This situation 
contributes to workers regularly surpassing the maximum legal limits of regular and 
overtime hours allowed by Colombian Labor Laws and FLA Benchmarks.  
Sources: record review; worker and management interviews 
Plan Of 
Action: 
Factory should ensure that workers have at least 1 day of rest in a 7 day period. 
Deadline 
Date:  
 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Reports no Sunday work recently; factory 
reports they are ensuring 1 day off in a 7 day period. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
02/11/2009 
 
 
 
 
 
 
 
27 
 
Hours of Work: Time Recording System  
 
HOW.6 Time worked by all workers, regardless of compensation system, shall be fully documented by 
time cards or other accurate and reliable recording systems such as electronic swipe cards. Employers 
are prohibited from maintaining multiple time-keeping systems and/or false records for any 
fraudulent reason, such as to falsely demonstrate working hours. Time records maintained shall be 
authentic and accurate. (P) 
 Noncompliance 
 
Explanation: Overtime hours are not registered as mandated by Colombian Labor Laws. Facility does 
not use its palm reader system.  
Sources: record review; worker and management interviews  
Plan Of 
Action: 
Facility must maintain records of all overtime hours. 
Deadline 
Date:  
10/01/2008 
Action 
Taken: 
February 1, 2009 VF Internal Follow-up Audit: Confirmed that time clocks have been 
repaired. 
October 2008: Facility provided pictures of repaired time clock used for recording hours 
worked. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
10/19/2008 
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Hours of Work: Overtime/Reduced Mandated Overtime  
 
HOW.8 The employer shall demonstrate a commitment to reduce overtime and to enact a voluntary 
overtime system, including for overtime mandated to meet extraordinary business circumstances. (P) 
 Noncompliance 
 
Explanation: 1. Colombian overtime hours legal limits are regularly surpassed by employees.  
2. Employees stated they are pressured to stay at factory after regular hours of work, 
mostly during peak production months. Factory subcontracts labor force from a 
cooperative (production section) and private company (stamping section), using a 
system called “Flexa,” where supervisors are those who negotiate piece rate prices with 
factory. These supervisors are, at the same time, employers and partners of workers in 
their sections. Also, employees' salaries depend on pieces produced, regardless of the 
time they stay in factory. This situation contributes to workers regularly surpassing the 
maximum legal limits on regular and overtime hours allowed by Colombian Labor Laws 
and FLA Benchmarks.  
Sources: record review; worker and management interviews 
Legal Reference: Art. 22 Law 50 1990. Colombian Labor Code: OT hours will not exceed 
2 per day and 12 per week. 
Plan Of 
Action: 
The facility must ensure that all overtime is within legal limits and all OT work is 
voluntary. 
Deadline 
Date:  
 
Action 
Taken: 
October 2008: Facility has responded that it is in compliance with all OT compensation 
requirements and it is not mandatory. Additionally, this item was discussed in the legal 
response provided by the facility. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
 
 
 
